Primary and Secondary School Administrators’ Tendency to Change (a Sample in Çanakkale)  by Maya, İlknur
 Procedia - Social and Behavioral Sciences  116 ( 2014 )  2462 – 2468 
1877-0428 © 2013 The Authors. Published by Elsevier Ltd. Open access under CC BY-NC-ND license.
Selection and/or peer-review under responsibility of Academic World Education and Research Center.
doi: 10.1016/j.sbspro.2014.01.592 
ScienceDirect
5th World Conference on Educational Sciences - WCES 2013 
Primary and secondary school administrators’ tendency 
to change (a sample in Çanakkale) 
İlknur Maya ∗ 
Çanakkale Onsekiz Mart University, Faculty of Education, Department of Educational Sciences, Çanakkale 17100, Turkey 
______________________________________________________________________________________ 
Abstract 
This study aims at determining the change tendencies of primary and secondary education school directors. This research was 
conducted with 360 administrators working in state primary and secondary education schools in Çanakkale in the 2011-2012 
academic years. It employs the 41-item Scale of Change Tendencies (SCT), which was developed by Akbaba-Altun and 
Büyüköztürk (2011). Consequently, the school administrators were found to be at moderate level in terms of change tendencies. 
In addition to that, it was also found that the administrators high agreed with belief in the utility of change, they agreed with 
entrepreneurship in change at moderate levels, and with resistance against change and with maintaining the status quo at low 
levels.  
______________________________________________________________________________________ 
1. Introduction 
Change is defined as differentiation of objects or individuals in their existing states in terms of quantity or quality 
compared to their previous states (Balcı, 2005; Demirtaş and Güneş, 2002). Thus, change occurs in any place and in 
any organisation where economic, social, cultural and technological differences and novelties are available (Hatch, 
2009).  
Yet, the fact that the organisations of the third millenium are in more complex societies makes the change 
phomenon more prominent and more important. Therefore, the complex social environment reduces the validity of 
the former principles of organisation and management based upon rationality in today’s organisations, and makes it 
necessary for organisations to give quick responses to imponderable and non-linear changes (Erçetin, 2001; Fullan, 
2001; Wallin, 2010).  
The economic, social, political and technological framework enabling the formation of organisations influences 
the objectives that organisations need to achieve; and the culture and atmosphere available in the process of change 
affect the success deeply (Şimşek, 2005). However, when seen from the organisational perspective, the process of 
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change concerns most the administrators who will lead the change so that they are   informed of the reasons for 
change, who can create a vision with the employees in line with the requirements and thus motivate the employees, 
and who can deal with the resistance coming from within the organisation targeting the change. A great amount of 
scientific research points to the administrators as the fundamental factor in adopting and implementing the change 
and the novelties (Beach, 2006; Erdoğan, 2002; Fullan, 2007; Hoy and Miskel, 2010; Kurşunoğlu and Tanrıöğen, 
2009; Self and Schraeder, 2009; Trybus, 2011). Therefore, the directors carrying out the change successfully are 
seen as people who have actualised paradigmatic transformations in their organisation.  
Today, a great many people make attempts at conducting change and novelties in their educational systems so as 
to meet the needs in the 21st century (Ağaoğlu, Şimşek, Ceylan and Kesim, 2012; Şişman and Taşdemir, 2008; 
Zimmerman, 2005). In this context, important changes are observed to have occurred in the structure and process of 
Turkish system of education. Development of programmes by the bodies in the Ministry of Education putting the 
student in the centre and application of them, the regulations concerning raising the quality of teachers, efforts to 
make schools the learning organisations, practice of reducing the age of starting school, the novelties in the 
structuring of the ministry, the use of computer technologies in education, and such applications as e-
communication and e-learning are all attempts at conducting the change.  
The fact that schools are the most strategic places (Busher, 2006) and  that the schools have the responsibility to 
ignite the change (Özdemir and Cemaloğlu, 2000)  in adopting and implementing the changes in the system of 
education make it important to be informed of school administrators’ tendency to change. Therefore, this study aims 
to determine the change tendencies of  primary and secondary education school administrators. In addition to that 
aim, it also sets out to seek answers to the following questions:  
1) At what level are the primary and secondary education school administrators in terms of tendency to  believe 
in the utility of change?  
2) At what level are the primary and secondary education school administrators in terms of tendency  of 
entrepreneurship in change? 
3) At what level are the primary and secondary education school administrators in terms of tendency of resistance 
against change?  
4)At what level are the primary and secondary education school administrators in terms of tendency to maintain 
the status quo?   
2. Method  
 2.1. Participants 
The population of the research, which was conducted by using a quantitative paradigm, was composed of 780 
directors working in state primary and secondary education schools in Çanakkale in the 2011-2012 academic year. 
The research was performed with 390 school principals participating in the training course held by Province 
Directorate of National Education in cooperation with Onsekiz Mart University, Çanakkale. However, the responses 
given by 360 principals were found to be relevant to this research. Accordingly, the sample represented the 
population at the rate of 46.15%.  
2.2. Instruments 
This research employs the 41-item Scale of Change Tendencies (SCT), which was developed by Akbaba-Altun 
and Büyüköztürk (2011). The scale uses a 5-pointed likert type grading in the form of “I completely disagree”, “I 
agree at low level”, “I agree at the moderate level”, “ I quite agree” and “I completely agree”. The positive 
responses were assigned scores 1-5 from “I completely disagree” to “I completely agree” while the negative 
statements were scored with reverse encoding. The high score obtained in the scale displayed that the tendency 
towards change was positive.  
The SCT constituted four sub-dimensions: entrepreneurship in change, belief in the utility of change, resistance 
against change, and maintaining the status quo. The alfa reliability coefficients calculated were: .91 for believing in 
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the utility of change, .86 for entrepreneurship in change, .82 for resistance against change, and .67 for maintaining 
the status quo.  
2.3. Data Collection and Analysis  
The data were analysed through the SPSS (Statistical Package for Social Sciences) software. Such statistical 
techniques as arithmetic averages and standard deviations were also employed in the analysis of the data.  
3. Results  
Table 1 below shows the change tendencies of the school directors whereas Table 2 shows their change 
tendencies according to the four sub-dimensions. Accordingly, Table 1 shows that the school directors’ change 
tendencies are at moderate level. 
Tablo 1. School administrators’ tendency to change  
 
Tendency  to change 
N Mean  Std. Deviation  
360 3.32      1.00 
 
On the other hand, Table 2 makes it clear that the directors  quite agree with belief in the utility of change, they 
agree with entrepeneurship at the moderate level, they agree with resistance against change at the low level, and they 
agree with maintaining the status quo at the low level.  
 
Table 2.  School administrators’ change tendency according to dimensions 
 
Dimensions N Mean Std. Deviation Mean Interpretation 
Belief in the utility of change  360 4.00 0.84 High 
Entrepreneurship in change  360 3.32 0.89 Moderate 
Resistance against change  360 2.02 1.13 Low 
Maintaining the status quo  360 2.08 1.17 Low 
 
According to Table 3, the administrators high agree with belief in the utility of change. Findings also demonstrate 
that their agreement with belief in the utility of change ranges between high (quite) and at moderate levels. Items 10 
and 13 were the ones that the school directors agreed most while 9 and 5 were the ones they least agreed with. It 
may be said that the school directors will give support to the changes if the changes occur at school, but that they are 
less eager to start the changes and to consider them important.  
 
Table 3. School administrators’ tendency in terms of  belief in the utility of change  
 
Questionnanire Items     Mean Std. Deviation 
1. Changes help me to be more efficient in school.  4.22 0.76 
2. I look forward to such changes in my school.  3.96 0.81 
4. Changes bring benefits to my school.  4.11 0.93 
5. Changes help me remove the things that are not pleased with.  3.90 0.90 
7. Most of the employees in school will benefit from the changes.  3.96 0.83 
8. I will do anything that is needed for the changes to  take place.  4.04 0.85 
9. I will recommend such changes in my school.  3.18 0.77 
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10. I will do my best in support of changes.  4.28 0.72 
11. I get pleasure in thinking of such changes.  4.06 0.85 
13. I will support the changes.  4.23 0.81 
14.. I benefit from the changes.  4.11 1.01 
16. Such changes will stimulate me.  4.02 0.88 
 
 
According to Table 4, the school administrators agree with entrepreneurship in change at moderate level. The 
items that they agreed most here were items 21 and 26 whereas the ones they agreed the least were 23 and 28. Thus, 
it may be said that the administrators guide the teachers when a change occurs, but that the administrators are 
adequate at low levels in the management of uncertainties arising with the changes.  
 
Table 4. School administrators’ tendency  in terms of  entrepreneurship in change   
 
Questionnanire Items Mean Std. Deviation 
17. I myself take the first step in the process of change.  2.90 0.97 
19. I assure my teachers in the process of change that they will be successful.  2.85 0.84 
20. I pioneer an application in my school.  3.55 0.94 
21. I know what is expected of me when a change occurs.  4.05 0.79 
23. I can cope with uncertainties that might arise with a change in school.  2.60 0.82 
26. I guide my teachers in changes in my school.  4.14 0.75 
27. For my teachers, I draw the picture of the future   in case of changes.  3.66 0.96 
28. Coping with uncertainties due to change is my most distinctive characteristic.   1.19 0.79 
31. I can understand my teachers’ feelings in the process of change in my school.  3.91 0.85 
32. I can anticipate the potential pains of a change.  2.68 0.95 
33. I can direct my feelings in a positive way in the process of a change.  3.85 0.83 
35. I solve the problems jointly with the teachers when a change occurs.  3.26 1.03 
37. When a change occurs, I can never stop.  3.13 1.13 
40. I motivate my teachers who will pioneer the changes in my school.   4.04 0.89 
 
It is evident from Table 5 that school administrators agree with resistance against change at low levels. In this 
respect, items 39 and 25 were the ones that the administrators agreed the most while 36 was the item that they 
agreed the least. Those findings reveal that  school administrators have little difficulty in struggling with change, 
and that they do not have full confidence in the changes in the system.  
    
Table 5. School administrators’ tendency  in terms of  resistance to change  
 
Questionnanire Items Mean Std. Deviation 
18. The teachers at school know that I complain about everything.  1.81 1.10 
22. No changes are necessary in a school where everything works effectively.  2.05 1.19 
24. Changes at school do not make me excited.  2.00 1.16 
25. I don’t believe things will change in this system.  2.31 1.29 
29. I have a characteristic of complaining about everything.  1.81 1.10 
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30. The teachers in my school know that I am a person always creating problems.  1.74 1.05 
34. I feel tense whenever a change is to take place.  2.28 1.09 
36. When a change occurs, teachers keep away from me in order to escape my wrath.  1.66 0.99 
38. I support the teachers at school when they wish to hinder a change.   2.00 1.21 
39. Coping with the pains of the change makes me tired.  2.37 1.05 
41. I do not think a change is needed in my school.   2.24 1.28 
 
Table 6 shows that school directors agree with maintaining the status quo at low levels. In this respect, 15 and 12 
were the items that they agreed most while item 6 was the one that they agreed the least. Those findings demonstrate 
that school administrators tend to maintain the current situation at low levels and that they feel uneasy about the 
changes.  
 
Table 6. School administrators’ change tendency in terms of  maintaining  the status quo  
 
Questionnanire Items Means Std. Deviation  
3. I don’t like changes.  2.08 1.29 
6. The fact that changes start in my school frightens me.  1.69 1.01 
12. Most of the changes cause to feel uneasy.  2.25 1.17 
15. I hesitate to start such changes.   2.31 1.22 
4. Discussion  
This study aims at determining primary and secondary education school directors’ change tendencies. 
Consequently, the school administrators were found to be at moderate level in terms of change tendencies. In 
addition to that, it was also found that the administrators quite agreed with belief in the utility of change, they agreed 
with entrepreneurship in change at moderate levels, and with resistance against change and with maintaining the 
status quo at low levels. In a similar vein, in research conducted by Abdullah and Kassim (2011) with secondary 
education school directors, it was found that the directors’ attitudes towards change were positive on cognitive, 
affective and bevavioural dimensions whereas in another research study performed by Kurşunoğlu and Tanrıöğen 
(2009) teachers’ attitudes towards change were found to be at moderate levels.  
The research consulted only the views of the primary and secondary school directors. The findings showed that 
the school directors believed in the utility of change, but that their levels of belief in the utility of change did not 
suffice to lead them into making attempts at bringing about changes, or that their abilities in this respect were 
insufficient. If the teachers in those schools had also been included in the study, the results would have differed in a 
negative way. Thus, the research performed by Gökçe (2009) has found that both teachers and admininstrators find 
their behaviours sufficient in the process of change. Yet, it has also found that teachers find school directors’ 
behaviours inadequate and that they expect of the school directors to display more effective behaviours.  
Administrators should be made to believe in the utility of change and to be entrepreneurs in change so that they 
could act as leaders in change and could lead other employees by pursuing appropriate strategies in the process of 
change and by adjusting to the change. Otherwise, administrators’ lack of of complete belief in the utility of change 
in attempts at organisational change and their failure to act as entrepreneurs in change  cause other employees in the 
organisation not to believe in change and to display hindering behaviours in change situations in the whole 
organisation. This may, in turn, prevent the healthy and effective operation of change and innovation attempts, and 
may cause a negative entropy in educational organisations. Today, Europe attaches importance to the entrepreneur 
culture in the creation of a sustainable society and in the continuation of it, and structures all the programmes for 
education and teaching within this framework (Cotoi, Bodoasca, Catana & Cotoi, 2011).  
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Therefore, it should be assured that educational managers receive pre-service as well as in-service training on 
new theories of management (chaos, complexity, risk and crisis management) in general and on change management 
and entrepreneurship in particular. The application as well as theory should be included in that training. Today, the 
reformatory work on the education of educational managers in such countries as England requires them to work with 
the administrators of industrial and commercial institutions obligatorily and on applied basis (Şimşek, 2004).  
On the other hand, in order that the administrators in educational institutions have high levels of change 
tendency, the administrators should keep the learning organisation perspective alive in the organisation; because all 
the elements available in a learning organisation such as shared vision, change of mentality, joint learning, personal 
craftsmanship, and system approach are necessary for the change to take place in a healthy manner in an 
organisation. Indeed, when examined closely, it will be found that organisational learning has important roles in 
organisational innovations and changes, and that the successful administrators are the people who are open to 
changes and who learn lifelong (Ağaoğlu, Şimşek, Ceylan, & Kesim, 2012; Hallinger, 2003; Hsiao & Chang, 2011; 
Kwan, 2011).  
The involvement of the staff in decisions in educational systems in general and in schools in particular is another 
factor important in the process of organisational change (Salvason, 2005). Hence, firstlythe school administrators 
and then the teachers should be assured that they have a voice in changes concerning the system of education. Thus, 
the school managers could be encouraged to display positive tendencies in terms of change.  
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